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Introduction
The influence that an individual makes on another individual or organization forms the center of influencing process (Werner, 1993) , and maintaining and mobilizing interpersonal interaction increases the importance of influencing stage. School systems are based on the idea of serving human beings and as social characteristics are intensively observed in these organizations, influencing process is much more significant. Schools are the organizations that work in interaction and they arise as a management process that starts the organized move. Therefore, the duty school principals are expected to undertake is leading their subordinates namely the teachers to do their duties. As principals are expected to lead organizations that consist of people who have different characteristics, this increases the significance of influencing process and it is important to unite the workers towards a common goal (Haimann, 1962) . It is suggested that influencing people is very critical in developing organizational commitment and especially leadership characteristics such as rational persuasion, holding consultations and encouragement are very effective in this process (Yukl, 2013) . In addition, according to Moideenkutty and Schmidt (2011) , the use of positive influence tactics affect workers performance in a positive way.
Today, influential leaders need skills of planning and time management in addition to organizing and coordination. Whether they are teachers or from another job, the people in the leadership position should help their workers by support, encouragement and forming consensus and they should have the competence in developing interpersonal relationships (Gümüşeli, 2014) . As a result of the changes in time and conditions, school principals are assigned further duties. Due to these new duties, the competences and characteristics principals need are also being updated continuously. Consequently, principals need to incorporate the powers they have into their leadership (Şişman, 2016) . Schools are places that consist of various partners and dynamics. Also, schools are the organizations in which the expectations and wishes of various groups intensify. In these organizations, the power displays of different groups towards each other are much more common compared to other organizations. This is why it is acknowledged that there is more influence activity between managers and subordinates namely principals and teachers (Açıkalın, 1993) .
Teachers' commitment to schools is a very significant component in the effectiveness of a school. The teachers that are committed to their schools indicate strong dedication for their students and working environment. In organizations such as schools where there are many disputes over which goals should be accomplished initially and where there are profound difficulties in controlling the work, a sincere commitment to the organization gains more importance. The reason is that it is not totally possible to assess teachers' performance. This is why a good teaching overwhelmingly depends on teachers' commitment to their organization and their knowledge (Firestone & Pennel, 1993) .
Influence Tactics
The concept of influence can emerge at differing ways and degrees in organizations depending on the requirements of the context. For instance, senior managers in an organization try to influence their subordinates more compared to lower ranking managers. Lower ranking managers try to influence their subordinates to have them use the solutions they have developed for organizational problems. Managers' effective display of performance for the subordinates and their ability to have the subordinates accept, support and put into action the decisions they have made to attain the goals of the organization are really essential in effective influencing (Yukl, Seifert, & Chavez, 2008) .
Influence tactics are stated as intentional behaviors that are displayed to change a person's attitude or behavior, create a positive atmosphere or form better relationships with that person (Yukl, 2013) . In addition, influencing is a concept that forms the base of management processes. One of the most significant factors that enables adapting an organization to changing circumstances and sustaining its existence, increasing efficiency and being able to compete with the other organizations is the manager's ability of influencing. The full display of an executive's influencing behavior is dependent upon his/her success in coordinating, leading, participating into decisions, motivating, consulting and bringing the employees together in accordance with the goals of the organization (Koşar, 2016) . Influencing factor is said to exist when interaction among employees in an organization starts and maintained. This is only possible through attempts to change the employees' believes, attitudes and values, and when this attempts lead to a tangible positive change, the influence is argued to exist. Education organizations are institutions where people have different wishes, expectations and needs co-existance. In line with the goals of an organization, principals need to use influence tactics to realize the goals of the organization (Kondakçı & Zayim, 2013) .
The researchers that studied influence tactics paid attention to the following variables in classifying influence tactics: (i) the direction of the influence, (ii) the purpose of the influence, (iii) the outcome of the influence, (iv) individual and organizational variables, (v) the frequency of tactic use, (vi) the ordering of influence tactics, (vii) the combination of influence tactics and (viii) the efficiency of tactic use (Faeth, 2004) . French and Raven (1959) on the other hand made their classification based on power. According to this classification, influence tactics were assessed according to legal (legitimate), expertness, suppressive (pressure), charismatic and rewarding power. This ordering also laid the foundation of organizational influence tactics classifications. Kipnis, Schmidt, and Wilkinson's (1980) , approach was the first step for the assessment of influence tactics. This study had made significant contributions to the field of influence tactics. Initially, they grouped influence tactics in three categories which were (i) strong, (ii) weak and (iii) rational. Then, they renamed these categories and they used them as hard, soft and rational tactics. Hard influence tactics foreground authority and the use of power, soft influence tactics underline the use of personal power and rational influence tactics prioritize logic. Schriesheim and Hinkin (1990) analyzed influence tactics in six categories which were (i) exchange, (ii) establishing himself/herself, (iii) rationality (iv) entrepreneurship, (v) upward appeal and (vi) coalitions. The most significant, comprehensive and systematic classification for influence tactics in organizations is the classification prepared by Yukl et al. (2008) . This classification was prepared by utilizing the studies that had been undertaken previously and it mentioned 11 influence tactics. These are:
Rational Persuasion: In this tactic, in order to attain the goal, rational explanations were made in addition to real evidence. The requested tasks is shown to be necessary and definitely possible and it is made sure that this task will provide ease for attaining the goals and targets. The manager who uses this tactic should be able to present the information, documents or evidence that are necessary for the change requested (Yukl, 2013) . In influencing through rational persuasion, individuals' emotional responses and information should be considered together taking rational data into consideration through two different viewpoints. In this way, it is the action of making individuals believe and persuasion is achieved by using emotional communication together with factual and rational documents (McShane & Von Glinow, 2008) .
Exchange:
The tactic of exchange is the tactic in which there is always the win-win policy and a reward is promised when a favor is done. In response to the completion of a task upon a principal's request, the principals offer a reward. This tactic also argues that when help is received for a necessary task, the profits of this task should be shared with the person that has helped (Yukl, 2013) .
Inspirational Appeal: This tactic is looking for some values and ideals to increase commitment emotionally before attempting to influence. In this tactic there are emotions and values instead of logical documents. Inspirational appeal can be described as integrating one's needs, values, hopes with his/her ideas for an appeal or a suggestion (Yukl, 2013) . At this point, the manager touches the emotions of the employees to mobilize them. The managers try to realize their self-confidence by dealing with their values, cravings and wishes (Yukl & Falbe, 1990) .
Legitimating: Legitimating states the idea that decisions can be made depending on the formal authority. In this tactic, the work requested from a worker is underlined to be a legal one. The manager mentions that he/she has the authority to have this work done. It is explaining the fact that the work needed is appropriate for the policies and traditions of the organization (Yukl, 2013) .
Pressure:
The pressure tactic is defined as the use of threatening mentioning the needs to persuade the subordinates to help with a demand. This tactic is usually applied to the workers namely, it is not likely to be used against the managers (Yukl, 2013) .
Apprising: Appraising can be defined as providing suggestions for a person's (the person to be influenced) career and explaining how that person's career will be maintained. In this tactic, the employee also has benefits. The benefits are career development and job satisfaction (Yukl, 2013) .
Collaboration:
The collaboration tactic can be defined as getting help from other workers while you are trying to influence the employee that you want to influence. When an employee wants to do a task, the manager proposes how to do that job and this shows that the manager uses this tactic (Yukl, 2013) . Collaboration can be defined as ensuring consensus in some cases. Although collaboration usually refers to peaceful consensus, it is defined as a persuasion attempt for a change (Pounder, 1998) .
Ingratiation: This tactic makes a peson feel well. It comprises behaving respectfully, complimenting and doing a favor before doing a kindness. When the employee is influenced by his/her manager, he/she feels ingratiated, his/her dignity increases and he/she is more likely to be willing to do the requested duty (Yukl, 2013) . As for Kipnis et al. (1980) , ingratiation is first influencing attempt. According to these researchers, doing ingratiation one after another is not perceived as sincere and it decreases the reliability of the person who attempts this.
Consultation: This tactic is defined as encouraging the person to make suggestions or supporting him/her to catch up with the aspired change. In this tactic, if the employee has any worries about the applicability issues or any negative outcomes, the manager tries different ways to deal with this concern (Yukl, 2013). The purpose of this tactic is to make people feel that they are a part of the decision-making process. In order for the individuals to accept decisions, they should have contribution in the decisionmaking or application stage (Maher, 1999) .
Personal Appeals: It is defined as attracting attention by kindness, generosity or asking for a favor based on friendship or commitment. Before requesting a favor from the person to be influenced, he/she is approached in a friendly manner and this is presented as an appeal in this tactic (Yukl, 2013) .
Coalitions: This tactic is defined as getting help from others while trying to influence a person. The partnership formed to do coalitions can consist of those who work for the same duty, managers or individuals from other environments. Coalition is used the most to affect those who work for the same duty and the executive managers. Coalition is observed to be used very rarely for affecting subordinates. The reason is that there are more tactics to affect the subordinates (Yukl, 2013) . Coalition is especially used for deciding which behavior is the right one. In other words, whether the behavior is true or false is decided depending on the ideas of those who are around. The more people support an idea/behavior, the more the individual believes that the idea/behavior is appropriate (Cialdini, 2001) .
The reactions of the subordinates in response to the influence tactics vary. The factors which affect the consequences of the influence are: the selection of the influence tactic, the purpose of the influence attempt, the power type between the manager and the worker, a manager's incompetence in using the power he/she has, the behavior expected from the worker, his/her attitude towards the duty and previous experience (Falbe & Yukl, 1992) . Influence attempts lead to results such as commitment, compliance and resistance (Yukl, 2013) . Commitment is the proof that the influence tactic has been succeeded. A worker's commitment indicates that he/she has identified himself/herself with the organization and that he/she wants to be permanent in the organization (Falbe & Yukl, 1992; Robbins & Coulter, 2003) . Compliance, although not necessarily completely, indicates that an influence tactic is partially successful. The behavior of a worker may have changes as a result of the influence tactic, but a change in managers' behavior is beside the point.
Resistance shows that the influence tactic has failed. Objecting to the manager's influence behavior means rejecting it. Resistance may emerge out in different ways. These are postponing, objection, slowdown, unwillingness and damaging the organization (Yukl, 2013) . It can be argued that the managers who have strong interaction, who are charismatic and use both the rewarding and proficiency powers use influence tactics such as rational persuasion, coalitions, ingratiation, collaboration and apprising and as a result, commitment to them is high. In contrast, the principals who use suppressive power prefer to use suppression as a tactic more often and as a result, a rise in resistance from the subordinates can be expected (Koşar, 2016) .
Organizational Commitment
Organizational commitment is defined as an individual's working harder than usual to reach the goals of the organization, his/her strong belief in the value judgements of the organization, his/her positive relationships with the others in the organization and his/her strong desire to be in the organization and maintain his/her membership to the organization (Morrow, 1983) . Organizational commitment is a condition that is related to the workers' attitudes and behavior towards their jobs. It is the workers' loyalty, identification and compliance with their job. Organizational commitment can be mentioned when the outcomes of the work, work job satisfaction, motivation and performance level are above the expected level (Chen & Chen, 2008) .
One of the real targets that is needed to protect the existence of organizations and maintain their existence is organizational commitment. As a result, the people who have organizational commitment are more agreeable, productive, loyal and responsible and they lead to less cost. In an environment where there is a fierce competition, commitment is very significant for each organization. The reason is that organizational commitment can help understand and develop workers' behavior about their jobs (Balcı, 2003) . Commitment to an organization's goals leads to a qualitative and quantitative increase in the level of success and a decrease in absence and labor turnover. Also, it leads the individual to various essential actions that are necessary for organizational life and a top level success of the system (Katz & Kahn, 1977) . The development of organizational commitment depend on the process of linking employee's' emotional energy and attention with each other. This situation reflects their relationship with each other and their feelings and ideas about the organization. Decreasing competition in many cases in the organization requires the employees' commitment (Balay, 2000a) Researchers proposed different classifications for organizational commitment. To exemplify, Meyer (1990, 1991) defined organizational commitment as emotional commitment, continuation and normative commitment while O'Reilly and Chatman (1986) defined it as compliance, identification and internalization. Wiener (1982) defined it as instrumental commitment-normative commitment while Katz and Kahn (1977) classified it as instrumental circuit-expressive circuit. Finally, Etzioni (1975) proposed a more different classification by negative/alienation, neutral/cheeseparing and positive/moral. In this study organizational commitment was studied under three dimensions. These are (i) compliance, (ii) identification and (iii) internalization dimensions. These three dimensions are totally independent and different than each other. To put it in a nut shell, when necessary, the compliance dimension foregrounds commitment and punishment-reward evaluation. The identification dimension foregrounds commitment, and the internalization dimension foregrounds being a member of an organization, adopting its values and meeting the expectations of the organization (İmamoğlu, 2011) .
Compliance Dimension:
Compliance is the first phase of commitment. In this phase, the individual accepts the others' influence just to learn things from them and have some advantages. The individual supports the organization in some situations without going into detail. These individuals wish to get some rewards and avoid punishments by appearing coherent. This type of commitment which occurs without going into detail is named as compliance (Brockner, Tyler, & Schneider, 1992) . The one who has the authority in compliance dimension is in an advantageous position and in the short term this is valid for providing immediate solutions to problems (Balay, 2000a) .
Identification Dimension: This is the second phase of commitment. It is related to individuals' wish to be close to the organization and its members, and it is an emotional aspect. In this aspect, the employee accepts the external effects in exchange for establishing and maintaining relationships which help him/her identify himself/herself with the organization. The employee starts having a close relationship with the members of the organization, accepts the goals, targets and values of the organization, identifies himself/herself with the organization and forms a commitment to the organization. The employee who formed a commitment in the identification dimension feels responsible towards the organization and he/she makes sacrifices, forms an emotional link with the organization and identifies his/her values with the values of the organization (Balay, 2000a) .
Internalization Dimension: It is the final stage of commitment. It can be stated as the mutual coherence of organizational and individual values. In this dimension individuals see the values of the organization as compatible with their own values. At the same time, this dimension focuses the effects on individuals' attitudes and behavior (Balay, 2000a) . The commitment dimension which the organizations want the most is internalization. At this level, the individual has formed a single entity with the organization and s/he has become a loyal worker. As a result, all the organizations want their employees to be committed to their organization in this manner (Başyiğit, 2009 ).
The level of commitment unearths the results of the commitment. In this context, the following levels, which can lead to negative and positive outcomes, can be mentioned (Randall, 1987) : (i) low level, (ii) normal (mild) level and (iii) high level organizational commitment.
Low Level Organizational Commitment: In this commitment level, the commitment of employees is not strong. However, because of various reasons, they need to stay in the organization (Bayram, 2005) . When the appropriate conditions emerge, the employees are expected to leave (Balay, 2000a) . This level of commitment is called obligatory commitment or continuation commitment (Randall, 1987) .
Normal (Mild) Level Organizational Commitment:
In this commitment style, employees value the existence of the organization and when the time they spend at the organization increases, their wish to leave the organization decreases (Agun, 2011) . This commitment level is named as formal commitment or normative commitment (Randall, 1987) .
High Level Organizational Commitment: In this commitment type, employees' commitment to the organization is very strong. The time they work at the organization is very long and they do not want to leave the organization in general (Bayram, 2005) . This commitment level is named as identification or emotional commitment (Randall, 1987) .
Schools principals use some tactics to influence teachers and other employees. However, they are expected to choose these tactics in accordance with the context. While influencing their subordinates, school principals generally use soft tactics. Rational persuasion, consultation, ingratiation and having himself/herself acknowledged are some of these tactics (Dağlı, 2015) . Principals' use of suppression tactics to influence teachers will lead to the failure of the influencing process. When harsh tactics such as legitimating or suppression are used all the time in school environments, the trust between teachers and principals decreases, the school's academic success decreases and a resistance against behavior change is formed (Koşar, 2013) . Consequently, principals in schools should choose their influence tactics carefully. For the school principals who have goals such as increasing effectiveness in their school, creating change and being able to apply a project using influence tactics to influence teachers is much more vital. As a result, when a principal who has earned the trust of teachers via soft persuasion tactics mentions the importance of a project using reasonable documents, he/she is more likely to persuade teachers. Moreover, teachers' commitment to the school also increases. School principals' collaboration with teachers, acting together and taking teachers' needs, values and believes seriously increase teachers' commitment and this can give them the feeling that they are useful for the school. Therefore, school principals should do the necessary analyses about teachers'behavior and take the necessary steps (Dağlı, 2015) .
In order to realize the goals of their institutions, primary school principals should have leadership competences, they should be able to affect teachers and have positive influence on them. Although there are studies on the relationship between influence tactics and pre-school principals' management skills (Dağlı, 2015) , organizational citizenship and school mindfulness (Dağlı, 2015) , the link between influence tactics and organizational justice (Kuru Çetin, 2013), its relation with personality types (Aydın & Pehlivan, 2010) , the relationship between leadership styles (Derya, 2010) , and a cultural analysis on the main influence tactics (Duyar, Aydın, & Pehlivan, 2009 ) there is not sufficient research about the effects of primary school principals' influence tactics on teachers. Schools are the places where the efforts to influence are faced intensively. That is why it is essential to do research about the influence tactics used in schools. It is significant to understand the relationship between influence tactics and organizational commitment which can be defined as an individual's contribution to the organization and his/her sincere efforts in accordance with the goals and objectives of the organization. Accordingly, this current article specifically studies the relationship between the influence tactics principals use and teachers' organizational commitment.
Research Questions
The aim of this study is to investigate the relationship between the influence tactics primary school principals use and teachers' organizational commitment. In accordance with this main goal, the sub goals below were researched:
1. Is there a significant relationship between the influence tactics primary school principals use and teachers' perception of organizational commitment?
2. Are the influence tactics primary school principals use significant predictors of teachers' organizational commitment dimensions?
Method

Research Model
This study which investigated the relationship between the influence tactics primary school principals use and teachers' organizational commitment utilized "correlational survey model". Correlational surveys are "a research model that aims to designate the correlation between 2 or more variables and the level of this relationship" (Karasar, 2005) . There are two variables one of which is the independent variable (influence tactics) and the other is the dependent variable (organizational commitment).
Population and the Sample
The sample consisted of teachers who worked at the primary schools (Primary and Secondary schools) of Altındağ, Çankaya, Etimesgut, Keçiören, Mamak, Pursaklar, Sincan and Yenimahalle districts in Ankara during the academic year 2016-2017. The sample was chosenviastratified sampling. Stratified sampling "is a sampling method which enables the representation of sub groups in the sample in accordance with their ratio" (Büyüköztürk, Kılıç Çakmak, Akgün, Karadeniz, & Demirel, 2016) . In the study each of the districts of Ankara (Altındağ, Çankaya, Etimesgut, Keçiören, Mamak, Pursaklar, Sincan, and Yenimahalle) were considered as a stratification. In this way, the aim was to represent the number of teachers in each district according to their ratio in comparison to the total number of teachers (Table 1) . According to Balcı (2004) when the population is too large, it is assumed that 384 people on the 95% reliability level, are enough for representing the population. The study aimed to have access to 500 teachers from 25 schools and surveys were obtained from 406 teachers. This means that the 81.2% percent of the participants filled and returned the surveys back. The data of 9 participants were excluded as they were outside the normal distribution range and 397 of the surveys were considered as valid.
64.2% of the participants (n= 255) were female teachers while 35.8% of them were (n= 142) male teachers. Around half of the participants were between the 31-40 age group (48.6%; n= 194), while 51 and above made up 6.8% (n= 27) of the sample and the ratio of the young teachers who were between 23-30 was 15.1% (n= 59). Finally, the teachers in the 41-50 age range made up 29.5% (n= 117) of the sample. When the job experience of the participants were analyzed, 24.9% of them (n= 99) were found to have an experience of 11-15 years, 22.2% of them (n= 87) have 21 years and more, 21.4% (n= 86) of them have 6-10 years, 21.2% (n= 84) have 16-20 years and 10.3% (n= 41) have 1-5 years. When the education level was checked, most of them (%82.6; n= 328) were found to have an undergraduate degree and 14.4% (n= 57) of them had a master's degree while 2.5% of them (n= 10) had an associate's degree. Only two teachers (0.5%) had a PhD degree. 60.2% (n= 239) of the teachers worked as primary school teachers while 39.8% (n= 158) of them worked as subject matter teachers. When the graduated faculty was checked as a variable, the majority of the teachers (%78.1; n= 310) were found to be faculty of education graduates, while 12.3% (n= 49) were graduates of faculty of science and literature. Also, teachers from education institutes (n= 11; %2.8), teacher colleges (n= 4; %1) and other faculties (n= 23; %5.8) participated in the study. These other faculties were theology, economics, management, agriculture, communication, architecture and veterinary schools.
Data Collection Tools
Influence Behavior Questionnaire: This data collection tool was preferred due to the previous researches where vice principles (Maher, 1999) and teachers' influence tactics (Dohlen, 2012) were investigated and its proven reliability and validity. This scale which was developed by Yukl et al. (2008) and adapted to Turkish by Gözü (2012) was developed in two types which are influencing (manager) and being exposed to the influence (the target). This study utilized the target version. Influence Behavior Questionnaire was prepared as a five-point Likert scale and the degrees used in the scale are (1) I never remember this tactic used for me, (2) this tactic is used very rarely for me, (3) this tactic is sometimes used for me, (4) this tactic is used frequently for me, (5) this tactic is used very frequently for me. The questionnaire consists of 44 items and it assesses 11 different influence tactics in groups of 4. The sub dimensions of the questionnaire are rational persuasion, exchange, inspirational appeal, legitimating, apprising, pressure, collaboration, ingratiation, consultation, personal appeals and coalition. In this study a confirmatory factor analysis (CFA) was undertaken to test the construct validity of the scale.
According to the CFA results, the conformity values were: χ² = 2063.16 (sd= 847; p< .001), (χ²/sd)= 2.44, RMSEA=0.060, AGFI= 0.78, GFI= 0.97, CFI= 0.97, NFI= 0.95, NNFI= 0.97, IFI= 0.97, RMR= 0.045.According to this result, the values belonging to the whole model were observed to have acceptable conformity values. In order to test the reliability, Cronbach's Alpha (internal consistency coefficient) values were checked. The internal consistency coefficient for all the items was found to be 0.93. This indicates that the overall scale is reliable at a high level. As for the internal consistency of the sub dimensions, it was found to be .91 for rational persuasion, .93 for exchange, .89 for inspirational appeal, .93 for fairness, .86 for suppression, .94 for apprising, .93 for collaboration, .94 for ingratiation, .92 for holding a consultation, .92 for personal appeal and .89 for forming coalitions with others. This demonstrates that the sub dimensions of the scale are reliable at a high level.
The Scale of Organizational Commitment: It was developed by Balay (2000b) . The scale was prepared in 5-point Likert scale format and the points are as follows: (1) I do not agree at all, (2) I do not agree mildly, (3) I agree at medium level, (4) I agree and (5) I completely agree. The scale consists of 27 items and it has 3 sub dimensions. The sub dimensions of the scale are (i) compliance (items 1-8), (ii) identification (items 9-16) and (iii) internalization (items 17-27). A CFA was undertaken to test the construct validity of the study. According to the CFA results, the conformity values were: χ² = 1267.28 (sd= 321; p< .001), (χ²/sd)= 3.95, RMSEA= 0.086, AGFI= 0.77, GFI= 0.81, CFI= 0.94, NFI= 0.92, NNFI= 0.92, IFI= 0.94, RMR= 0.079. According to this result, the values belonging to the whole model were observed to have acceptable conformity values. In order to designate the reliability of The Scale of Organizational Commitment, Cronbach's Alpha (internal consistency) values were checked. The internal consistency coefficient for all the items was found to be 0.80. This indicated that the scale is reliable in general. The coeffient consistency values were found to be .77 for compliance,.86 for identification and .91 for internalization. This demonstrated that the compliance sub dimension was at a reliable level and that identification and internalization dimensions were also at a high reliability level.
Data Analysis
SPSS and LISREL software packages were used to analyze the data. Before undertaking the statistical analysis, the data was checked for erroneous data set coding and missing or deviant values. Firstly, missing values were assigned values in accordance with the mean values. Then, the normality of the data was checked via Kolmogorov Smirnov Test. If the test result is between -1 and +1 for coefficient of skewness (CS), this implies that there is not a big diversion from the normal distribution (Büyüköztürk et al., 2016) . The data of 9 people which were out of the normal distribution were excluded and the data of the remaining 397 people were found to show normal distribution. The demographic values in the first part of the data collection tool were identified using frequency and percentages. Pearson Product-Moment Correlation Coefficient was used to designate the relationships between the variables and Multiple Linear Regression Analysis was undertaken to analyze predictor variables. Moreover, autocorrelation problems were checked among the variables that were the assumptions of the Regression analysis (VIF<10; Tolerance value> .20 and CI<30). The undertaken regression analysis concluded that there was no autocorrelation problem.
Results
In this section, the analysis belonging to each sub problem was presented.
The Relationship between Influence Tactics and Organizational Commitment Dimensions
In order to designate the correlation between the influence tactics the primary school principals use and the sub dimensions of teachers' organizational commitment, Pearson Product-Moment Correlation Coefficient Analysis was undertaken and the results were presented in Table 2 . When Table 2 is examined, according to teachers' perceptions, out of the influence tactics primary school principals were found to use legitimating the most (X= 3.72), and exchange and personal appeal the least (X= 1.90). When standard deviation values were checked, the most homogeneous dispersion was observed in inspirational appeal (S= .80). Teachers were found to show commitment the most for internalization dimension (X= 3.58) and the least for compliance dimension (X= 1.66). When the standard deviations were considered, the most homogeneous dispersion was observed in the compliance dimension (S= .62). Various relationships were observed between the sub dimensions of influence tactics and the sub dimensions of organizational commitment. A positive correlation was observed between rational persuasion and identification (r = .35; p< .01), pressure and compliance (r = .38; p< .01), apprising and identification (r = .31; p< .01) and consultation and identification (r = .32; p< .01). A positive and low level correlation was found between rational persuasion and internalization (r = .30; p< .01), exchange and compliance (r = .16; p< .01), inspirational appeal and identification (r = .23; p< .01), legitimating and identification (r = .20; p< .01), apprising and internalization (r = .29; p< .01), collaboration and identification (r = .27; p< .01), ingratiation and internalization (r = .18; p< .01), consultation and internalization (r = .23; p< .01), personal appeal and compliance (r = .18; p< .01) and coalitions and compliance (r = .27; p< .01). While there was a negative and medium level correlation between rational persuasion and compliance(r = -.33; p< .01); there was a negative and low level correlation between inspirational appeal and compliance(r = -.13; p< .01), letigimating and compliance (r = -.18; p< .01), pressure and identification (r = -.24; p< .01), pressure and internalization (r = -.14; p< .01), apprising and compliance (r = -.18; p< .01), collaboration and compliance (r = -.22; p< .01), ingratiation and compliance (r = -.15; p< .01) and consultation and compliance(r = -.15; p< .01).
The Predictor Level of Influence Tactics for Organizational Commitment Dimensions
The results of the Regression Analysis undertaken to check whether influence tactics are significant predictors of organizational commitment sub dimensions were presented in Table 3 . When Table 3 was analyzed, a medium level and significant relationship was observed between influence tactics and teachers' compliance behavior (R= .49; R²= .24; F(3.26)= 10.93; p = .00). These predictor variables accounted for around 24% of the variance regarding the compliance behavior. When the results regarding regression coeffients were analyzed, rational persuasion (t = -3.40; p<.01), pressure (t = 4.34; p<.01) and forming coalitions with others (t = 2.18; p<.05) were found to be significant predictor variables for compliance behavior. According to standardized regression coefficients (β), the effect of predictor variables on the compliance variable from the highest to lowest was as follows: Pressure (β = .23), rational persuasion (β = -.20), forming coalitions with others (β = .13), exchange (β = .09), holding a consultation (β = -.06), apprising (β = -.05), collaboration (β = -.05), personal appeal (β = .02), ingratiation (β = .01), inspirational appeal (β = .01) and fairness (β = -.01).
A medium level and significant relationship was observed between influence tactics and teachers' identification behavior (R= .47; R² = .22; F(3.26)= 9.68; p = .00). These predictor variables accounted for around 22% of the variance regarding the identification behavior. When the results regarding regression coeffients were analyzed, rational persuasion (t = 2.17; p<.05), exchange (t = -2.05; p<.05), pressure (t = -2.50; p<.05), apprising (t = 2.67; p<.01) and holding a consultation (t = 2.49; p<.05) were observed to be significant predictors for teachers' identification behavior. According to standardized regression coefficients (β),the effect of predictor variables on the identification variable from the highest to the lowest was as follows: Apprising (β= .16), holding a consultation (β = .16), rational persuasion (β = .13), pressure (β = -.13), exchange (β = -.11), ingratiation (β = .09), forming a coalition with others (β = -.09), inspirational appeal (β = .05), personal appeal (β = .05), fairness (β = -.05) and collaboration (β = -.01).
A medium and significant correlation was observed between influence tactics and teachers' internalization behavior (R= .37; R² = .14; F(3.26)= 5.53; p = .00). This accounted for 14% of the variation regarding the predictive variable of identification behavior. When the regression coefficient results were analyzed, rational persuasion (t = 2.82; p<.01) and apprising (t = 3.01; p<.01) were observed to be significant predictor variables for internalization behavior. According to the standardized regression coefficient (β), the significance order of predictor variables on identification variable was as follows: Apprising (β = .19), rational persuasion (β = .18), holding a consultation (β = .09), ingratiation (β = .09), pressure (β = -.09), inspirational appeal (β = .06), fairness (β = -.06), holding a coalition with others (β = .03), exchange (β = -.02), personal appeal (β = .01) and collaboration (β = -.01).
Discussion, Conclusion and Suggestions
In the study, firstly, the influence tactics the principals used were analyzed according to the teachers' perceptions. The analysis of the study demonstrated that primary school principals used legitimating, rational persuasion and collaboration frequently whereas ingratiation, holding a consultation, inspirational appeal and apprising from time to time and coalitions, suppression, exchange and personal appeal tactics very rarely. When the standard deviations were analyzed, the most homogeneous dispersion was observed in inspirational appeal dimension and the most heterogeneous dispersion was observed in the ingratiation dimension. The findings of this study are in line with the studies of Dağlı (2015) , Gözü (2012 ), Faeth (2004 , Yukl and Tracey (1992) , and Yukl and Falbe (1990) . To exemplify, Dağlı's (2015) study concluded that principals used legitimating tactics frequently; rational persuasion, collaboration, consultation, inspirational appeal, apprising and ingratiation from time to time and forming a coalition with others, pressure, personal appeal and exchange tactics very rarely. According to the results of Yukl and Tracey's (1992) study, the most effective tactics were defined as "rational persuasion, motivation via prompting and consultation". As for the least effective tactics, they were observed to be "pressure, coalition and legitimating".
The results of the studies undertaken by Kuru Çetin (2013) and Aydın and Pehlivan (2010) contrasted with the findings of this study. In these studies the organizational influence strategies scale developed by Kipnis et al. (1980) was used. The biggest cause of the difference might be the use of this scale. In the study undertaken by Kuru Çetin (2013), "using friendship, bargaining, forming a coalition with others and insistence" were found to be used at a high level. On the other hand, in the study done by Aydın and Pehlivan (2010) , school principals were found to use "friendship, justification, coalition and bargaining" at a high level and they were found to use the sanction tactic at a low level.
In the study, the most frequent tactic was found to be legitimating. The reason might be that the principals adopted bureaucracy and they considered the duties as a part of legal tasks. The least used tactic was personal appeal and exchange. This indicated that the relationship between the principals and teachers was not at a friendship level. This meant that social relationships were not developed in these organizations. According to the results of the study, mild tactics (rational persuasion, ingratiation, consultation, inspirational appeals, using personal closeness, collaboration and apprising) were found to be used more commonly and as a result, the employees' commitment increased and they had positive feelings in their social relationships (Yukl, 2013) .
In the study the sub dimensions of teachers' organizational commitment (compliance, identification and internalization) were analyzed. According to the results, in internalization, the commitment was at I agree level and in identification dimension, it was at I agree at medium level. As for the compliance dimension, the commitment was at I do not agree at all level. When the standard deviation scores were checked, the most homogenous was found to be compliance while the least homogenous one was internalization. The results of this study are in line with the studies of Çavundurluoğlu (2016) and Dönmez (2015) . Çavundurluoğlu's (2016) study demonstrated that teachers' commitment to the organization was at I agree level for internalization, I agree at medium level for identification and I do not agree mildly for compliance dimension. In Dönmez's (2015) study teachers' commitment level was at I agree level for internalization, I agree at medium level for identification and I do not agree mildly for compliance dimension. In addition, in this study, the mean scores for internalization and identification were higher compared to these studies while the mean score for compliance dimension was lower.
According to the teachers' perceptions, while a positive and high level correlation was detected between principals' influence tactics and the sub dimensions of teachers' organizational commitment, many medium and low level relationships were also observed. Moreover, although no high level negative relationship was found, medium and low level relationships were detected. According to Yukl and Falbe (1990) , influence tactics were used for people and organizations in addition to formal and informal groups. As the nature of leadership depends on influencing process, managers' use of influence tactics is indispensable. While teachers are dealing with the problems in the education system, they need the support of principals immensely. For this reason, school principals are suggested to use influence tactics to manage schools better and have better relationships with the subordinates as an indicator of their leadership ability (Yukl, 2013) .
The results obtained in this study are similar to the ones in the study undertaken by Dağlı (2015) .
In that study positive and medium level relationship was detected between rational persuasion, inspirational appeal, legitimating, apprising, cooperation, ingratiation and consultation, and principal awareness, while a negative and medium relationship was found between pressure and principal awareness. In the study undertaken by Kuru Çetin (2013), various relationships were found between organizational influence tactics and teachers' organizational justice types. However, it was acknowledged that the relationship between teachers' influence tactics and organizational justice types was not at a very high level. In the study undertaken by Taşçı and Eroğlu (2007) , no correlation was found between persuasion and influence tactics. Some correlations were detected between rational persuasion and extraversion, being inspirational and emotional stability, change and being reconcilable, personal appeal and openness to experience, and pressure and being reconcilable. In Dulebohn and Ferris's (1999) study, which focused on the influence tactics managers and workers use and their relationship with process justice, a significant correlation was found between influence tactics and process justice.
According to the regression analysis results, rational persuasion, pressure and coalitions which were used by the primary school teachers significantly predicted the compliance sub dimension of organizational commitment. The other tactics did not predict compliance. The study found that pressure and coalitions positively predicted compliance while it negatively predicted rational suppression. Considering these results, it was found that when principals used pressure and coalitions, compliance perceptions increased while the use of rational persuasion decreased compliance perceptions.
Out of the influence tactics principals use, rational persuasion, exchange, pressure, apprising and consultation significantly predicted identification sub dimension of organizational commitment. The other tactics did not predict identification dimension. The findings demonstrated that rational persuasion, apprising and consultation positively predicted identification sub dimension while exchange and pressure negatively predicted it. Considering these results, it was detected that when principals used pressure and exchange tactics, identification perception decreased while rational persuasion, apprising and consultation increased identification perceptions.
Out of the influence tactics principals use, rational persuasion and apprising significantly predicted internalization sub dimension of organizational commitment. The other tactics did not predict internalization sub dimension. Rational persuasion and apprising predicted internalization in a positive way. Considering these results, it was found that when primary school principals used rational persuasion and apprising tactics, internalization perceptions increased.
Primary school principals need to be more active and dynamic, and they should have leadership abilities to be able satisfy their organization's needs. Managers of an organization are usually known by their successes in their organization. On the other hand, influence can be defined as the emotional link between managers and workers by which the managers have work done. While influencing is very important for all the leaders, it is much more important for the leaders in democratic environments. Therefore, it is really essential for primary school principals to participate in the influencing process and manage their schools in this way as a leader who can successfully utilize leadership skills (Schlechty, 2011) .
The study done by Dağlı (2015) focused on whether influence tactics predicted the sub dimensions of organizational citizenship and school awareness in a significant way. The results demonstrated that legitimating and coalitions predicted cooperation sub dimension and legitimating and ingratiation predicted civic virtue sub dimension. On the other hand, the results demonstrated that the influence tactics school principals' used did not predict the gentleman ship and conscience sub dimensions of organizational citizenship behavior significantly. In addition to this, rational persuasion, exchange, cooperation and consultation were found to significantly and positively predict principal awareness which is a sub dimension of school awareness. Pressure and coalitions were found to significantly and negatively predict principal awareness. According to the results of Kuru Çetin (2013), the organizational influence tactics of the managers were affected by distribution justice, process justice and interaction justice the most out of the organizational justice types. According to the results of the study undertaken by Derya (2010) , rational persuasion, inspirational appeal, consultation, ingratiation, personal magnetism, change, coalitions, legitimating and pressure were found to be significant predictors of leadership styles.
The influence tactics primary school principals used the most is legitimating and studies should focus on mild tactics (ingratiation, apprising and collaboration). Accordingly, precautions should be taken to ensure that principals develop their interactional skills, praise their workers' good conducts and have an effective mutual information flow with the subordinates.
When teachers' organizational commitment for their schools were checked, internalization and identification were found to be higher compared to the compliance dimension. In this context, some studies to increase teachers' commitment in the compliance aspect can be undertaken in the future. It is thought that the teachers who have just started teaching or who has just been appointed to a new school have a low level of commitment. For this reason, in order to increase teachers' commitment, collaboration between the experienced and inexperienced teachers in a school should be improved and exchange of information should be aimed. Primary school principals should make the school environment workable, improve their management skills and maximize their interaction with teachers and satisfy their expectations to increase teachers' organizational commitment.
When the use of rational persuasion, inspirational appeals, legitimating, apprising, collaboration, ingratiation and consultation by primary school principals increased, identification and internalization perceptions were found to increase and a decrease was observed in the compliance perception. In addition, when the use of pressure tactic increased, compliance perceptions increased while identification and internalization were found to decrease. In other words, when the use of mild tactics increased, compliance perception decreased while the increase in the use of hard/strict tactics increased compliance perception. Without utilizing hard tactics, primary school principals can increase compliance perceptions using respecting and affection, and they can do this through developing their interpersonal relationship with the teachers, ingratiating teachers' work and exchanging information with them.
The principals who focus on the success of schools should know which tactic to use in their relationships with the teachers in order to increase the teachers' organizational commitment. According to the findings, while teachers' perception of compliance was higher in schools where principals used pressure and forming coalition with others whereas teachers' perception of compliance was found to be lower in schools where principals used rational persuasion tactic. In schools where principals used pressure and exchange tactics, teachers' perception of identification decreased and their perception of identification increased in schools where principals used rational persuasion, apprising and holding a consultation tactics. On the other hand, in schools where principals used rational persuasion and apprising tactics, teachers' perception of internalization was observed to increase. For this reason, it is suggested that primary school principals should be aware of all the types of influence tactics and that Ministry of National education should compensate for the lack of training in this area via in service training for all the principals.
This study aimed at revaling out the relationship between principals' influence tactics teachers' and organizational commitment. Future studies may focus on concepts such as school satisfaction, academic optimism, organizational culture and climate, and self-efficacy as well. In addition to this quantitative study at primary school level, pre-school and high school levels may also be studied and qualitative or mixed methods studies may also be undertaken.
